University School of Medicine-In order to examine the relationship between the intention to stay on the job and job satisfaction among Japanese nurses, and to obtain clues for preventing turnover, we conducted a questionnaire survey. The subjects involved in the survey included 625 female nurses (registered nurses, licensed practical nurses and assistant nurses) working in 4 small and medium-sized private hospitals, excluding directors of nursing. Of the 625 questionnaires distributed, 556 (89.0%) were returned. After excluding the questionnaires with missing values, 480 questionnaires were analyzed (effective response rate, 76.8%).The average age of the respondents was 32.8 yr (range: 20-65). The content of the questionnaire was nurse attributes, job satisfaction (30 items) and intention to stay on the job. For job satisfaction, factor analysis (principal factor method and promax rotation) was performed, and factors with an eigenvalue of ≥1 were extracted. Six factors were extracted by factor analysis. These factors were interpreted as "Work as specialists" (1st factor), "Relationship with superiors" (2nd factor), "Comfortable life" (3rd factor), "Relationship among nurses" (4th factor), "Communication with physicians" (5th factor) and "Working conditions" (6th factor). The factor scores were calculated and used as a scale for the evaluation of job satisfaction. To investigate the factors associated with intention to stay on the job among nurses, the standard partial regression coefficient was computed by multiple linear regression analysis, with intention to stay on the job as the dependent variable, and nurse attributes and job satisfaction (factor scores) as independent variables. Various factors including the organizational culture of each hospital may affect the relationship between job satisfaction and the intention to stay on the job. In order to adjust for these factors, differences among hospitals were included in the statistical model as independent variables. The result of the multiple regression analysis suggests that the intention to stay on the job was higher among nurses who were older and more satisfied with work as specialists (1st factor) and working conditions (6th factor). (J Occup Health 2006; 48: 504-513) 
A high turnover rate among nurses may have unfavorable influences on the nursing system and on the improvement of the quality of nurses trained by extensive clinical experience.
Due to the rapid aging of the population in Japan 1) , demands for nursing in medical institutions may further increase in the future. Ensuring the manpower of nurses may become an important issue in the management of medical institutions.
Therefore, studies on factors affecting nurses' intention to stay on the job (or turnover intention) are important. In countries outside of Japan, there have been many reports researching the issue of nurse turnover [2] [3] [4] [5] [6] . Alexander et al. examined the processes by which individual characteristics, job satisfaction and intention to quit explained the reasons for nurse turnover in a longitudinal study 2) . According to the path model produced by Alexander et al. , dissatisfaction with work hazards, relationship with coworkers, professional growth opportunities, role clarity, workload and autonomy were factors deciding nurses' intention to quit. In addition, highly educated nurses and male nurses had stronger intentions to quit.
The intention to quit was the factor augmenting the actual turnover. Moreover, dissatisfaction regarding work hazards and the relationship with coworkers directly increased turnover. Turnover was directly associated with factors such as nurses' ages and their academic levels.
The results of a meta-analysis 3) and a cross-sectional study 4) outside Japan show that the following items were factors triggering nurse turnover: job satisfaction 3) , advancement opportunity 3) , group cohesion 3) , autonomy 3) , pay 3) , job stress 3) , material status 3) , education level 3) , professional commitment 4) , supervisor satisfaction 4) , organization satisfaction 4) and stress 4) . Cavanagh and Coffin reported the results of their crosssectional study examining the factors related to nurses' intention to stay 5) . They reported that high levels of job satisfaction, strong family responsibilities and good pay were associated with a greater likelihood to stay in current employment. Yet, the greater the opportunity individuals have to advance within their field, the less likelihood they have of staying in their current post.
In Japan, a number of recent studies on turnover targeting Japanese nurses have been reported [7] [8] [9] [10] . However, the accumulation of such data is still scarce.
In particular, the study of job satisfaction can be the most useful analytical tool for preventing the resignation of nurses 11) . However, there have been few studies done on the issue of nurse turnover as it pertains to job satisfaction, including our previous study [9] [10] . Our previous study presented "job satisfaction" and "nurse attributes" as factors associated with turnover intention and evaluated factors associated with the turnover intention 9) . The number of nurses with turnover intention was significantly higher among those with low satisfaction regarding sleep, low satisfaction with salary, low satisfaction with welfare, poor implementation of fair salary rises and poor cooperation among nurses. The number of nurses with turnover intention was significantly higher in younger nurses and registered nurses.
In our previous study 9) , there were only 14 questionnaire items concerning job satisfaction and factor analysis of job satisfaction was not performed.
In this study, we increased the number of the questionnaire items concerning job satisfaction and performed factor analysis of nurses' job satisfaction. We evaluated the association between latent factors concerning job satisfaction and intention to stay on the job among nurses.
The purpose of this study was to increase intention to stay on the job among nurses and obtain clues for preventing turnover. This is the first paper targeting Japanese nurses to discuss the association between the latent factors of job satisfaction and the intention to stay on the job. Japan has a total of 9,077 hospitals 12) . One thousand six hundred eighty one hospitals (18.5%) are publicly-managed, while 7,396 hospitals (81.5%) are privately-owned 12) . In addition, most of the public hospitals are rather large in scale and are responsible for specific duties such as public medical treatment 12, 13) . In Japan, small and medium-sized private hospitals play central roles in the Japanese medical services industry 12, 13) . In order to fully understand the work environment of Japanese nurses, it is essential to collect data for small and medium-sized private hospitals. This paper studied 4 small and medium-sized private hospitals that had 182-299 beds. Hospitals of such a scale comprise about one quarter of the hospitals in Japan.
Methods

Subjects
The subjects involved in the survey included 625 female nurses (registered nurses, licensed practical nurses and assistant nurses) working in 4 small and mediumsized private hospitals, excluding directors of nursing.
Each hospital was composed of several internal medicine and surgery sections. In each hospital, medical doctors versed in emergency medical care engaged in medical treatment for injured and ill people needing emergency medical care, 24 h per day, under the direction of prefectural governors. Hospital A had status by the Social Welfare Law of Japan. Hospitals B, C, and D had corporate status by the Medical Care Law of Japan.
In Japan, hospital beds are classified into 5 types, and the statistics regarding hospital beds are recorded 12) . The 5 classifications are Beds for Psychiatric Patients (beds for patients suffering from psychiatric diseases), Beds for Infected Patients (beds for patients infected with serious infections such as plague and cholera), Beds for Tubercular Patients (beds for tubercular patients), Convalescent Beds (beds for those who need a long convalescence), and General Beds (beds used for purposes different from those mentioned above).
In Japan, there are a total of 1,631,553 hospital beds 12) . In November and December 2005, the nursing director of each hospital distributed anonymous self-administered questionnaires, envelopes for the return of the questionnaires and documents, explaining the purpose of this study, the privacy policy and requested informed consent. About 1 wk after distribution, the completed questionnaires were collected in sealed envelopes at each station, such as wards and clinical departments, by the persons in charge of these stations.
Of the 625 questionnaires distributed, 556 (89.0%) were returned. After excluding the questionnaires with missing values, 480 questionnaires were analyzed (effective response rate, 76.8%).The average age of the respondents was 32.8 yr (range: 20-65) ( Table 1 and 2). Questions and data analysis 1) Intention to stay on the job The question about intention to stay on the job was: "What degree of intention to stay on the job in this hospital do you have?" The subjects selected a response from among: "considerable", "some", "intermediate", "slight", and "negligible." For the statistical analyses, the answers from "considerable" to "negligible" were given 5 to 1 points, respectively.
2) Dimensions of job satisfaction scale items
We prepared 30 original questions regarding job satisfaction with reference to the opinions of the nursing director of each medical institution and from previous studies 2-7, 9, 10, 14-25) . The questions about job satisfaction are classified into the following 7 categories: factors related to treatment by the respective medical organization, factors related to comfort, factors related to relationship among nurses, factors related to communication with physicians, factors related to professional commitment, factors related to nursing practice and factors related to self-actualization (Appendix).
For each of the 30 questions, the subjects selected a response from among: "definitely agree", "somewhat agree", "intermediate", "somewhat disagree" and "definitely disagree". For the statistical analyses, the answers from "definitely agree" to "definitely disagree" were given 5 to 1 points, respectively.
Factor analysis (principal factor method and promax rotation) of the 30 question items concerning job satisfaction was performed, and factors with an eigenvalue of ≥1 were extracted. Subsequently, items with a factor loading of <0.4 were deleted, and factor analysis (principal factor method and promax rotation) was performed again.
Subsequently, for each item with a factor loading of ≥0.4, explanation was performed. The factor scores were calculated and used as a scale for the evaluation of job satisfaction.
3) Nurse attributes
The factors related to the basic attributes are as follows: age, job rank (registered nurse, licensed practical nurse and assistant nurse), with / without night work, with / without a spouse, with / without children and employment status (full-time worker or part-time worker).
For statistical analyses, actual age was used. Regarding job ranks, assistant nurses were used as the standard, and dummy variables representing registered nurses and licensed practical nurses were produced. One point was given to full-time workers and subjects with night work, with a spouse and with children. Zero points were given to part-time workers and subjects without night work, without a spouse and without children.
4) Statistical model
To investigate the factors associated with intention to stay on the job, the standard partial regression coefficient was computed by multiple linear regression analysis, with intention to stay on the job as the dependent variable, and nurse attributes and job satisfaction (factor scores) as independent variables.
Various factors including the organizational culture of each hospital may affect the relationship between job satisfaction and the intention to stay on the job. In order to adjust for these factors, differences among hospitals were included in the statistical model as independent variables.
As we conducted statistical analyses, D hospital, whose bed number was the smallest, was used as the standard and dummy variables representing A, B, and C hospitals were produced.
For all analyses, SPSS 11.5 J for Windows was used. Table 3 shows the six factors extracted by factor analysis from the 30 items concerning job satisfaction.
Results
The first factor showed loadings of ≥0.4 on: 27) Pride in job; 30) Job that can be proudly talked about to others; 28) Personal growth with job; 17) Challenging job; 29) Appreciation received from patients and families; 15) Job having variety; 16) Job with responsibility; and 19) Improvement in ability as specialists.
The second factor showed loadings of ≥0.4 on: 23) Superiors' impartialness to nurses; 22) Open communication with superiors; 21) Superiors' appropriate instructions; and 26) Superiors' attitude toward listening to nurses' comments.
The third factor showed loadings of ≥0.4 on: 7) Free time; 6) Adequate rest; and 8) Sleep.
The fourth factor showed loadings of ≥0.4 on: 10) Nurses on good terms; 11) Mutual help among nurses; and 9) Nurses' teamwork.
The fifth factor showed loadings of ≥0.4 on: 14) Physician's cooperation with nurses; 12) Appropriate instructions by physicians; and 13) Open communication with physicians.
The sixth factor showed loadings of ≥0.4 on: 5) Fair salary raise; 1) Salary; and 2) Welfare.
These factors were interpreted as "Work as specialists" (1st factor), "Relationship with superiors" (2nd factor), "Comfortable life" (3rd factor), "Relationship among nurses" (4th factor), "Communication with physicians" (5th factor) and "Working conditions" (6th factor). Table 4 shows the Pearson's correlation matrix between variables. Intention to stay on the job was significantly correlated with all the variables, excluding the employment status. In addition, significant correlations (0.184-0.609) were observed among the factor scores.
The result of the multiple regression analysis is shown Table 5 . Intention to stay on the job was higher among nurses who were older and more satisfied with work as specialists (1st factor) and working conditions (6th factor). Intention to stay on the job was low among nurses in Hospitals B and C.
Discussion and Conclusion
Shimizu et al. 7) presented "periodical health check-up data", "lifestyle", and "work environment" as factors associated with nurse turnover and evaluated the association between these factors and nurse turnover by longitudinal design. They 7) found that sleep disturbance influenced turnover among younger nurses. On the other hand, BMI and T-cho contributed to turnover among older nurses.
Suzuki et al. 8) presented "nurse attributes", "burnout", "assertiveness", "stressful life events", "reality shock", "ward assignment preference", "transfer preference", "job satisfaction" (workplace, pay, workload and overtime), "social support" and "coping mechanisms" as factors associated with the turnover of novice nurses and evaluated the association between these factors and nurses' turnover by longitudinal design. They 8) found that the factors affecting rapid turnover were graduation from vocational nursing schools, dissatisfaction with assignment to a ward contrary to desire and no peers for support.
Shimizu et al. 7) and Suzuki et al. 8) did not report on the issue of nurse turnover with emphasis on job satisfaction. In contrast, we focused on nurses' job satisfaction, and evaluated the association between latent factors concerning job satisfaction and the intention to stay on the job.
In Japan, there have been some reports on the study of job satisfaction among Japanese nurses [14] [15] [16] [17] [18] . However, there have been few reports conducted discussing the issue of nurse turnover with emphasis on nurses' job satisfaction [9] [10] . Ozaki 21) evaluated job satisfaction among nurses in the U.S. using a job satisfaction questionnaire developed by Stamps et al. 22) . Since then, many studies have evaluated job satisfaction among Japanese nurses [14] [15] [16] [17] using the same job satisfaction questionnaire 22) . This job satisfaction questionnaire 22) consists of 7 factors: pay (9 items), professional status (8 items), doctor-nurse relationship (3 items), administration (10 items), autonomy (5 items), task requirement (6 items) and interaction (7 items).
However, career formation and medical culture differ between nurses in Japan and those abroad, which may produce a discrepancy in job values. Therefore, it can be considered necessary to produce an original questionnaire about job satisfaction and accumulate the data of its results. Accordingly, we prepared a job satisfaction questionnaire composed of 30 questions, and conducted factor analysis concerning job satisfaction.
In our previous report 9) , the questions concerning job satisfaction were classified into the following 4 categories: factors related to treatment by the respective medical organization (4 items), factors related to comfort (2 items), factors related to communication (3 items) and factors related to the specialization of nursing (5 items). These categories are very general. For instance, the factors related to communication can be further classified into questions regarding physicians (2 items) and a question about nurses (1 item). In addition, the latent factors regarding job satisfaction have not been discussed at all.
We initially classified the factors related to forming job satisfaction into 7 categories with reference to the opinions of the nursing director of each medical institution.
The questions about job satisfaction were classified into the following 7 categories: factors related to treatment by the respective medical organization, factors related to comfort, factors related to relationship among nurses, factors related to communication with physicians, factors related to professional commitment, factors related to nursing practice and factors related to self-actualization.
Next, 30 original questions were produced with reference to previous studies 2-7, 9-10, 14-25) . After that, the nursing director of each medical institution checked the validity of each question in each category. The number of questions was also discussed, and it was concluded that 30 questions would not be a major imposition on the subjects (Appendix).
The factors related to professional commitment (excluding 18) work requiring expert knowledge and techniques) and the factors related to self-actualization were extracted as identical factors (Table 3) . Because nurses work for the purpose of protecting human life and health, it was considered that professional commitment and self-actualization could not be separated.
To study job satisfaction, the theory of Herzberg et al. 25) , which is called the two-factor theory, is a very useful analytical tool, and it is also extremely useful for the study of job satisfaction among nurses 11, 25) . Herzberg et al. 25) pointed out the necessity of separating the factors associated with workers' job satisfaction and those associated with dissatisfaction before discussing them because these factors differ from each other. Intrinsic factors that they named 'motivators' (factors intrinsic to the nature and experience of doing work) were associated with job satisfaction and included the following: achievements, recognition, work itself and responsibility. On the other hand, extrinsic factors which they named 'hygiene' were associated with job dissatisfaction and included the following: company policy, administration, supervision, salary, working conditions and relationships with others.
Suzuki et al. 8) listed "job satisfaction" as a factor influencing nurse turnover, and produced 4 questions about the workplace, pay, workload and overtime. The usage of the term "job satisfaction" varies according to researchers. The term "job satisfaction" in this paper implies the hygiene factors and motivational factors proposed by Herzberg et al. 25) . Intention to stay on the job was significantly associated with the condition of employment (6th factor). The condition of employment is composed of salary, welfare, and fair salary raise, and it is one of the hygiene factors. These factors are associated with the security and stability of subjects' life. The medical organization's attitude to provide security and stability of life to nurses may be an important factor for reducing turnover. This finding is consistent with our previous report targeting nurses in Japan 9) . Previous studies outside Japan also reported that "pay" 3, 5) included in the concept of hygiene factors is an element which affects turnover, and they are consistent with the results of this study.
Nurses who were satisfied with their work as specialists (1st factor) had stronger intention to stay on the job. This corresponds to the concept of the motivational factors. Nurses work in an effort to protect human life and health, so they are an occupational group with pride. Therefore, since it can be considered that nurses are an occupational group who strongly desire to employ their professional skills and contribute to society, it can be expected that motivational factors will become an important factor in reducing turnover.
Outside Japan, it has been reported that turnover is induced by dissatisfaction with professional growth opportunities 2) , advancement opportunity 3) , autonomy [2] [3] and professional commitment 4) , which all correspond to the concept of motivational factors. However, Cavanagh and Coffin found that the greater the opportunity individuals have to advance within their field, the less likelihood they have of staying in their current post 5) . Furthermore, in our previous report, turnover intention was not significantly associated with motivational factors 9) . It is thus necessary to accumulate further data, in future research.
The p value of the relationship with superiors (2nd factor) was 0.052, although there was no significant relation to the intention to stay on the job. Fang reported that nurses' dissatisfaction with their supervisors was a factor in inducing the turnover intention 4) . It is necessary to further accumulate data in order to study whether the relationship with superiors is significantly related to the intention to stay on the job.
With advancing age, the number of nurses with the intention to stay on the job significantly increased. Nurses should master new medical techniques and deal with various patients. Older nurses appear to have mastered various medical techniques, and acquired abilities and strength to deal with difficult situations in various clinical settings. Careful instruction to young nurses may be important. This result is consistent with our former report 9) . Many nurses in Hospitals B and C had little incentive or motivation to stay at their jobs. Therefore, it is considered that there were some factors influencing the intention to stay on the job, other than job satisfaction and the basic attributes of the subjects. Among these factors, organizational culture was considered.
The nursing directors in Hospitals A and D instructed subordinate nurses to have awareness as members of the medical organization and esteem for the medical organization, as well as to improve their nursing skills. Nurses in Hospitals A and D were expected to consider and fulfill their own roles in their organization.
The nursing directors of Hospitals B and C also conducted educational seminars or lessons for improving the skills of subordinate nurses. However, the nurses in Hospitals B and C did not receive any education in having esteem for their organization. As a factor different from the degree of job satisfaction, the lack of a sense of belonging to an organization of nurses in Hospitals B and C may have weakened their intentions to stay at their jobs.
The awareness of contributions to local community may be another factor influencing the intention of some nurses to stay at their jobs. The staff at Hospital D had striven to contribute to the local community since the hospital's inception. The nursing director of Hospital A put considerable effort into contributing to the local community. The nurses of Hospitals A and D were expected to have a profound sense of mission to protect the health and lives of local residents. As a factor different from the degree of job satisfaction, the lack of a sense of belonging to a local community of nurses in Hospitals B and C may have weakened their intentions to stay at their jobs.
In general, organizational culture can influence peoples' behavior 26) . Such organizational culture nurtured through education may influence the nurses' intentions to stay at their jobs. We would like to address this factor in the future.
A lack of job satisfaction can become a crucial factor in causing a variety of problems such as depression, burnout syndrome and, in extreme cases, suicide. Hereafter, we will address the relationship between the degree of job satisfaction and such problems.
The method applied in this study was a cross-sectional design. Thus, this study is weak in identifying causal relationship, compared with a cohort study. This is one limitation of this paper.
Furthermore, the sampling method of this study did not employ random sampling, limiting the study subjects. This is a second limitation of the study. In future studies, it will be necessary to collect further data regarding the factors associated with nurses' intention to stay on the job.
